The globalization of the higher education has resulted in the rise of private universities in Malaysia. As it is the aim of the country to be an international hub for higher education, the role of lecturers has become pivotal in the success of this industry. Literature has indicated that internal push factors such as role stress factors and attraction to various external factors may have a significant effect on employees' turnover intention. This study examines the impact of three internal push factors--role overload, role ambiguity, role conflict--and four external pull factors--job opportunity, compensation, working location, and university image--on lecturers' turnover intention. Data were obtained from 401 lecturers of private universities via self-administered questionnaires and were analyzed using structural equation modeling. The results of this study reveal that internal role overload, role ambiguity, role conflict and external working location have a significant relationship with lecturers' turnover intention respectively. The findings indicate that internal push factors play a much more significant role than external pull factors on lecturers' turnover intention. Implications of the research findings were discussed.
Introduction

The Higher Education Industry
In the year of 2010, Malaysia ranked 11th place worldwide as a destination for international students. The Ministry of Higher Education Malaysia (MOHE) recorded a total number of 80,919 international students from more than 20 countries in that year. In the year of 2013, the total number of international students increased to 135,502 from more than 160 countries. Out of this number, 74,996 international students were studying in the private institutes of higher education ("Malaysia has one of the highest", 2015). The education sector contributed approximately RM27 billion, which is 4% of the country's gross national income (MOHE, 2015) . The Malaysian government continues to expand its higher education sector to meet its target of becoming a high-income nation by 2020. associated with lecturers' turnover, especially turnover intention is a good proxy of actual turnover (Choong et al., 2013; Daly & Dee, 2006; Jackofsky, 1984; Lee & Mitchell, 1994; Mobley, 1977; Mobley, Horner, & Hollingsworth, 1978) . The purpose of this study is to examine the factors that are associated with turnover intention among the lecturers.
Most of the studies have examined the significance of internal factors within the organization with turnover intention. These internal factors include various job facets such as the work itself, employee productivity, achievement motivation, co-workers' relationship, supervision, pay, working conditions, company policies and procedures, opportunity for promotion, organizational procedures and perceptions of control process, work roles and working hours (Mobley, Griffeth, Hand, & Meglino, 1979; Oshagbemi, 2003; Yan, Yue, & Niu, 2015) . However, studies have overlooked the impact of internal factors such as role stress factors that may push lecturers to have intention to leave (Idris, 2010 (Idris, , 2011 Panatik, Rajab, Shaari, Mad Shah, Abdul Rahman & Zainal Badri, 2012; Rageb, El-Samadicy, & Farid, 2013) . Furthermore, external pull factors outside the organization such as the availability of attractive alternatives have been largely overlooked to further understand employees' turnover intention (Matier, 1990; Mobley et al., 1979; Moore & Gardner, 1992; Price, 2001; Xu, 2008; Yan et al., 2015; Zhou & Volkwein, 2004) . Finally, the review of literature has highlighted the importance of examining the relationships of both internal push factors and external pull factors on lecturers' turnover intention within the higher education sector (Ali Shah, Fakhr, Ahmad, & Zaman, 2010; Daly & Dee, 2006; Matier, 1990; Moore & Gardner, 1992; Xu, 2008; Yan et al., 2015; Zhou & Volkwein, 2004) .
Various studies have revealed that employees who experience role stress may have a higher turnover intention (Ali Shah et al., 2010; Daly & Dee, 2006; Netemeyer, Johnston, & Burton, 1990; Ngo, Foley, & Loi, 2005; Panatik et al., 2012; Rageb et al., 2013; Rizzo, House, & Lirtzman, 1970) . Role overload, role ambiguity and role conflict are classified as role stress factors, and these role stress factors are prevalent within the education sector (Ali Shah et al., 2010; Conley & Woosley, 2000; Idris, 2011; Sutton, 1984) . Sutton (1984) further mentioned that "role demands may become stressful to a teacher when expectations about a teacher's behaviour are not clear (role ambiguity), when they are excessive (role overload), or when meeting one set of expectations make meeting other expectations more difficult (role conflict)" (p. 9).
In this study, role stress factors are classified as internal push factors in examining their impacts on lecturers' turnover intention. Lecturers working in a highly stressful work place may have intention to quit (Ali Shah et al., 2010; Rajarajeswari, 2010) . They may face role conflict when they have to bend a rule or policy of the university management, or when they receive conflicting requests from different parties (Idris, 2011) . Additionally, lecturers may experience role ambiguity when there is a lack of clarity on how to juggle the different academic activities such as teaching, academic administration and research (Idris, 2011) . Lastly, lecturers have insufficient time to keep abreast with the current developments in their fields. They are overloaded with various job demands within the time constrains (Daly & Dee, 2006) . As such, these role stressors may push employees to think about leaving the organization (Hassan, 2014; Idris, 2011; Rageb et al., 2013) .
Past literature has also indicated that attractive external environmental factors may induce turnover intention (Abdul Aziz & Ramli, 2010; Ali Shah et al., 2010; Matier, 1990; Mobley et al., 1979; Moore & Gardner, 1992; Price, 2001; Semmer, Elfering, Bailord, Berset, & Beehr, 2014) . The four factors included as attractive external pull factors in this study are job opportunity, compensation, working location and university image (Ahmad & Riaz, 2011; Ali Shah et al., 2010; Mahony, Mondello, Hums, & Judd, 2006; Ryan, Healy, & Sullivan, 2012; Yan et al., 2015; Zhou & Volkwein, 2004) . The review of past literature has highlighted that these four factors have been commonly cited as external pull factors, however relatively few studies have empirically tested these four factors with turnover intention. Hence in this study, these four external pull factors will be examined to study its effect on lecturers' turnover intention.
Lecturers may be attracted to external factors which could pull them to leave (Mobley et al., 1979; Xu, 2008; Yan et al., 2015; Zhou & Volkwein, 2004) . The availability of job opportunity will continue to attract employees as employees may perceive that they can better address their needs in another organisation (Ahmad & Riaz, 2011; Dardar, Jusoh, & Hasli, 2012) . Furthermore, lecturers may perceive inequity in their compensation received when comparisons are made between their current university with other universities that provide better compensation packages (Govindasamy & Jayasingam, 2010; Owence, Pinagase, & Mercy, 2014; Rahimi, Hashim, Tahsidari, & Khodakarami, 2013; Zakaria, Jidi, Zani, Mislan, & Eshak, 2014) . Additionally, lecturers may also be attracted to the prestigious universities as they aim for greater prestige and higher status in their academic career (Matier, 1990; O'Meara, 2014) . Finally, an attractive location of a university (region/city) has a critical effect on mobility of lecturers as lecturers may be attracted to universities based on its regional/city advantages (Yan et al., 2015) .
Studies investigating the impacts of the internal push factors such as role stress factors and the attraction to external environmental pull factors on turnover intention are scant, especially in the higher education industry. To address this research gap, the present study aims to examine the relationships between these internal and external factors and lecturers' turnover intention.
Literature Review and Hypotheses Development
Relationship between Role Overload and Turnover Intention
According to Katz and Kahn (1978) , role overload occurs when too much is expected of an individual with the time available or when demands exceed capabilities. Furthermore, Katz and Kahn (1978) stated that role overload might also occur when an individual received two or more expectations from role senders and the individual perceives the role expectations are too great to complete sufficiently or comfortably. Past literature have found that role overload has a positive significant relationship with turnover intention (Idris, 2010; Malik, Sajjad, Hyder Ahmad, Ahmed, & Hussain, 2013; Ngo et al., 2005; Rageb et al., 2013) . Ngo et al.'s (2005) study on 887 professional clergies in Hong Kong found that role overload has a significant positive effect on turnover intention. These clergies were heavily involved in various work activities in the areas of administration, preaching and teaching. In the higher education sector, Rageb et al.'s (2013) study on 65 employees from the College of Management and Technology in Egypt found a significant positive relationship between role overload and turnover intention. Role overload, in comparison to other role stressors such as role ambiguity and role novelty, was found to have a much greater impact on lecturers' turnover intention. Similarly, Malik et al.'s (2013) study found that role overload had a strong negative significant relationship with employee retention and productivity. According to the authors, role overload accounted for about 85% variance in employee retention. As such, the hypothesis below was developed:
H1: Role overload has a positive relationship with turnover intention.
Relationship between Role Ambiguity and Turnover Intention
Role ambiguity occurs when the set of expected behaviours for a role is unclear due to the inexistence or lack of clarity on authority or knowledge that would allow individuals to perform the assigned jobs (Katz & Kahn, 1978; Rizzo et al., 1970) . Past studies on role ambiguity have often been associated to tension, low overall satisfaction, poor job performance, work exhaustion resulting to stress and turnover (Idris, 2010 (Idris, , 2011 Ngo et al., 2005) .
Role ambiguity has a positive effect on intention to leave (Ali Shah et al., 2010; Idris, 2010; Ngo et al., 2005; Rai, 2015) . Idris's (2010) research on 357 respondents from five big public teaching and research universities in Malaysia found that role ambiguity has a strong effect on strain, cynicism, organisational commitment and turnover intention. Similarly, Rai's (2015) study on work-related stress involving 511 long-term care staff from 10 different healthcare organisations in the United States found that role ambiguity significantly affected turnover intention. The author further mentioned that role stress among staff may be reduced if there is an open and accurate communication among staff through leader-member exchange. Hence, the following hypothesis was formulated: H2: Role ambiguity has a positive relationship with turnover intention. Kahn, Wolfe, Quinn, and Snoek (1964) stated that role conflict may occur when there are two or more sets of pressure occurring simultaneously and that the compliances with one would make it more difficult to comply with the other. Role conflict is defined as the degree of incongruity or incompatibility of expectations communicated to a particular role incumbent by his or her role sender (Katz & Kahn, 1978) .
Relationship between Role Conflict and Turnover Intention
According to past research, role conflict results in a higher turnover intention (Ali Shah et al., 2010; Daly & Dee, 2006; Idris, 2010; Mowday, Porter, & Steers, 1982; Netemeyer et al., 1990; Ngo et al., 2005; Rageb et al., 2013) . Role conflict affects turnover intention as it pushes employees to leave their current workplace. Rageb et al.'s (2013) study found a significant positive relationship between role conflict and turnover intention among 65 employees from the College of Management and Technology. According to the authors, this may be due to the incongruence in employees' capabilities and job demands. Furthermore, Daly and Dee's (2006) study found a negative relationship between role conflict and intention to stay, based on a sample of 768 full-time instructional/research faculty staff study from 15 urban public universities in the United States. The authors suggested that role conflict could be reduced if university management clarifies the priorities and expectation of faculty work to their employees. As a result, the following hypothesis was developed:
Relationship between Job Opportunity and Turnover Intention
Price (2001) defined job opportunity as "the availability of alternative jobs in environment and it is the type of labour market variable emphasized by economist" (p. 601). Hence, market opportunities would produce a greater awareness of alternative jobs in the environment to all employees (Price, 2001) . Dardar et al. (2012) stated that external job opportunities may be more attractive when employees sense that alternative jobs can better address their needs. The exposure to attractive alternatives may lead to employees to re-evaluate their own jobs and develop an intention to quit (Ahmad & Riaz, 2011; Dardar et al., 2012) . Similarly, Price's (2001) study on the determinants of voluntary turnover proposed that employees' attraction to external job opportunities may lead to turnover intention.
A number of studies have found a positive relationship between more attractive job opportunity and turnover intention (Abdul Aziz & Ramli, 2010; Ahmad & Riaz, 2011; Price & Mueller, 1986) . Abdul Aziz and Ramli's (2010) study on 128 lecturers found that employment opportunities contributed significantly to lecturers' intention to quit. Furthermore, Ahmad and Riaz's (2011) study involving 231 public-sector doctors from medical colleges and hospitals found that the more employment opportunities were available in the private sector, the stronger the employees' intention to leave their jobs. Consequently, the following hypothesis was developed:
H4: Lecturers who perceive a more attractive external job opportunity have a higher level of turnover intention.
Relationship between External Compensation and Turnover Intention
Mondy and Mondy (2014) defined compensation as the "total of all rewards provided to employees in return for their services for the purpose of attracting, retaining and motivating employees" (p. 248). Indeed, compensation is considered as one of the most important factors for attracting and retaining talent (Caplow & McGee, 1958; Ghosh, Satyawadi, Joshi, & Shadman, 2012; Irshad, 2011; Matier, 1990; Williams & Dreher, 1992; Willis, 2000) . Employees may compare their existing salary packages with those offered by other organizations. A lack of perceived fairness may occur when comparisons are made with similar but higher paying jobs outside of their organizations. These comparisons may lead to employees' feeling of inequity as they believe that they worth much more than what there are actually being paid (Govindasamy & Jayasingam, 2010; Owence et al., 2014) .
The most cited reason given by employees leaving their current workplace is the attraction and availability of higher paying jobs elsewhere (Mahony et al., 2006; Owence et al., 2014) . Higher paid jobs with better employment benefits may pull employees away from their present employment. According to Ahmad, Toh, and Bujang (2013) , most managers believe that employees are leaving to another company for better compensation. Finance is a means for them to satisfy their own sustenance, materialistic and recreational needs as well as ego and self-esteem needs. Lecturers' turnover intention would be affected if they perceive better pay benefits offered by counterpart organizations. Zhou and Volkwein (2004) did a national survey on 2,473 full-time faculty staff of research and doctoral institutions in the United States and found that attractive external job rewards had a significant direct effect on their intention to leave. As such, the hypothesis below was postulated: H5: Lecturers who perceive a more attractive external compensation have a higher level of turnover intention.
Relationship between External University Image and Turnover Intention
University image is defined as the sum of all beliefs that an individual has towards the university (Duarte, Alves, & Raposo, 2010) . University image may be defined by the quality of teaching and research, quality of facilities, the reputation of the academic staff, and the reputation of a university. The reputation and perceived image of the university and the favorable information shared among professional groups play a significant role in attracting the best new scholars (Wenzel & Hollenshead, 1998) .
A lecturer who is a productive scholar and is well known for his/her work will attract interest from a more prestigious university (Ryan et al., 2012) . Ali Shah et al.'s (2010) study on 100 teachers from five institutions of higher education in Pakistan revealed that a pull to join a reputable university affected lecturers' intention to quit. Similarly, Yan et al.'s (2015) study of 6,252 faculty members from 50 universities in China found that these academic staff felt enormous pressure to move to other prestigious universities due to a low recognition of own university's status and prestige. The prestige of a university plays a critical role in pulling faculty members away from their current positions. Hence, the following hypothesis was derived accordingly: H6: Lecturers who perceive a more favorable image of other universities have a higher level of turnover intention.
Relationship between External Working Location and Turnover Intention
Kee (2011) defined working location as the geographical location of an organization. The attraction to a working ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 12; 2016 location occurs when comparisons are made between home of stay and other universities in terms of accessibility of transportation, time taken commuting, distance, traffic, alternative commuting routes and also the parking facilities of other universities. Ingersoll (2011) found that the geographical location of a school plays an important role in teachers' turnover decision, whereby teachers in rural remote areas are more likely to leave as compared to teachers in urban metropolitan areas. Holland and Arrington (1987) surveyed 463 staff of the Accounting Faculty who had relocated and found that geographical location was the primary factor in their job selection or relocation decisions. Mahony et al.'s (2006) study of 172 Sport Management lecturers indicated that external working location was an important consideration to those willing to take a new position in other universities. In addition, Yan et al.'s (2015) study found that external factors such as the region or city environment significantly predicted the faculty member's intention to leave. Region/city environment was an important factor in pulling faculty members away from their current university. The following hypothesis was formulated accordingly:
H7: Lecturers who perceive other working locations as more attractive will have a higher level of turnover intention. 
Data and Result Analysis
Self-administered questionnaires were used to collect data from 849 Business Faculty lecturers from 19 private universities situated in the education hub of the country. Business Faculty was chosen due to several reasons--the popularity of business programmes with its high student enrollment (MOHE, 2015) , the expansion of programmes such as Islamic finance, banking and executive education in Malaysia (Tan, 2014) , the increasing demand for business lecturers (Lee, 2004; Mckenna & Sikula, 1981; Tan, 2014) and also the excessive workload and stress experience by business lecturers (Adrian, Cox, Phelps, Schuldt, & Totten, 2014) . The sample collected for this study amounted to 410, with a response rate of 48.29%. The sample size further reduced to 401, with the exclusion of nine questionnaires due to extensive missing data.
The questionnaire comprised of two parts. The first part was designed to collect lecturers' demographic information. The second part of the questionnaire consisted of the measurement scales of the variables in study.
The questionnaire utilized several measures. The scale for role overload was taken from Thiagarajan, Chakrabarty, and Taylor (2006) . The authors conducted a confirmatory factor analysis and refined Reilly (1982) role overload scale from a 13 item scale to a six item scale. The scales for role ambiguity and role conflict were taken from Rizzo et al. (1970) . The scale for job opportunity was taken from Daly and Dee (2006) , the scale for compensation was adopted from Wood (1976) , and those for university image were adopted from Duarte et al. (2010) .
Due to the lack of an existing scale for working location, the present authors attempted to develop one using a focus group interview. The participants of this focus group consisted of 10 lecturers from a private university. They were informed of the purpose of the study and the definition of working location. They were instructed to think what was in the location of other universities would attract them in comparison to that of their own university. Based on their feedback, a six-item scale was generated to measure the attractiveness of other working locations. This scale covers several aspects of working location--accessibility of transportation, time taken commuting, distance, traffic, alternative commuting routes and parking facilities. Lastly, the scale for turnover intention was adopted from Mobley et al. (1978) .
Each of the variables in study was measured using a 6-point Likert scale. The external pull factors; compensation, working location and university image were measured in terms of attractiveness ranging from 1 = not attractive at all to 6 = attractive to a very great extent. External pull factor; job opportunity, internal push factors and turnover intention were measured in terms of level of agreement ranging from 1 = strongly disagree to 6 = strongly agree. See Appendix for the items used to measure the variables included in this study.
Demographics
Majority of the respondents were female (60.8%). The respondents varied widely in terms of race with 45.1% Malays, 23.9% Chinese and 22.7% Indians. In terms of age, 65.8% of the respondents were from the age group of 40 years and below. Majority (73.8%) of them were married with a master's degree (70.8%). About 66% of the respondents held the position title of Lecturer, while only 25.4% held the position of Senior Lecturer. The largest gross income group (41.9%) was within the range of RM3,001 -RM5,000, followed by RM5,001-RM7,000 (31.7%). Majority (72.3%) of the respondents were of permanent status employees. The average number of teaching years was five years, with a minimum of less than a year and a maximum of 22 years. The respondents' demographic profile is summarized in 
Exploratory Factor Analysis
Exploratory factor analysis (EFA) is used to explore the factor structure of the underlying variables (Hair, Black, Babin, & Anderson, 2013) . EFA may be used when a new scale has been developed for a questionnaire (Hair, et al., 2013) . Furthermore, EFA is an addition to the reliability test in determining whether items are within the same construct (Hair et al., 2013) . EFA will determine the correlation among variables in the dataset and group variables based on strong correlations. As such, before analyzing data with confirmatory factor analysis (CFA), EFA was conducted in this study for external pull factors to identify the dimensionality of items and to drop items that have a low factor loading as well as redundant items (Awang, 2014; Hair et al., 2013) . In this study, EFA was conducted to categorise the suitable items for each of the external pull factors using principal component analysis (PCA) and varimax rotation; these are two commonly used methods (Hair et al., 2013) .
The Kaiser-Meyer-Olkin (KMO) scores for the external factors were as follows: 0.762 for job opportunity, 0.906 for compensation, 0.897 for university image and 0.906 for working location. All the KMO scores were above the required minimum threshold of greater than 0.7 (Hair et al., 2013 ). Bartlett's Test of Sphericity value for external pull factors was significant at p < 0.05 and all external pull factors produced an eigenvalue of greater than 1 (Hair et al., 2013) . Table 2 shows the factor loadings from the rotated component matrix conducted for external pull factors. Only items with factor loading of 0.5 and above are considered (Hair et al., 2013) . The results show that compensation loaded as the first factor, working location as the second factor, university image as the third factor and job opportunity as the fourth factor. All the items used to measure each external pull factor were categorised into the respective factor accordingly. 
Opportunity
The pay increment paid to lecturers in other universities.
(Compensation)
.873
The amount of salary paid to lecturers in other universities.
Compensation)
.859
The bonus paid to lecturers in other universities. (Compensation) .853
The fringe benefits paid to lecturers in other universities.
(Compensation)
.846
The range of salaries paid to lecturers in other universities
.845
The incentives paid to lecturers in other universities (Compensation) .833
The method used to determine salary in other universities Being a well-known university. (University Image) .847
(Compensation
The reputation of lecturers in other universities. (University Image) .836
The research funding available to lecturers at other universities.
(University Image)
.753
The teaching quality in other universities.
.716
The physical facilities in other universities. 
Confirmatory Factor Analysis
Confirmatory factor analysis (CFA) is used to assess the unidimensionality, validity and reliability of the latent constructs (Awang, 2014) . While EFA is used to explore the data and provide the researcher with information about how many factors are needed to best represent the data of this study, the CFA will be used to provide confirmatory test of the measurement model (Hair et al., 2013) . The CFA of a measuring instrument is most appropriately applied to measures that are fully developed and their factor structures validated (Byrne, 2010) . Hence, CFA is conducted for the factor validity of the theoretical constructs of internal push factors, external pull factors and turnover intention.
In order to confirm the unidimensionality, validity and reliability of all latent constructs involved in this study before modelling the interrelationships in SEM, CFA will be conducted to remove any item that does not fit in the measurement model (Awang, 2014; Biswakarma, 2016; Hair et al., 2013) . Items with a low factor loading, i.e., less than 0.60, will be deleted from the measurement model (Awang, 2014; Biswakarma, 2016; Byrne, 2010; Hair et al., 2013) .Based on the result of the CFA, two of the five items measuring job opportunity were deleted. They were (1) "given the state of the academic job market, finding a job would be very difficult for me," and (2) "it would be difficult for me to find another academic job that I like as much as my current job at the university". Similarly, one of the eight items measuring role conflict was deleted. The item was "I have to do things that should be done differently."
After examining the fit of measurement model, the next step is to examine the fit of the structural model of the data. Three types of fit were examined in this study-the parsimonious fit, the absolute fit and the incremental fit. The parsimonious fit was measured using normed chi-square (χ2/df) to determine the model fit in comparison to models of different complexity (Hair et al., 2013) . The normed chi square ratio (CMIN/df) should be in the range of 1 to 5 for a sample size of more than 200 (Hair et al., 2013) . The absolute fit was examined using goodness of fit index (GFI) and root mean square error of approximation (RMSEA) (Hair et al., 2013) . The absolute fit measures how well the model specified by the researcher reproduces the observe data. The GFI value should be more than 0.80 while the RMSEA index must be less than 0.80 (Byrne, 2010; Hair et al., 2013) . Lastly, the incremental fit examines how fit the estimated model is with relative to some alternative baseline model using the Tucker-Lewis Index (TLI) and Comparative Fit Index (CFI) (Hair et al., 2013) . TLI should be above 0.90 while CFI should be above 0.95 (Hair et al., 2013) .
The results of the fit analysis showed that CMIN/df (ratio) = 2.090, which was within the recommended range of ijbm.ccsenet.org
International Journal of Business and Management Vol. 11, No. 12; 2016 1 to 5. GFI = 0.832 was permissible at GFI > 0.80, and RMSEA = 0.052 showed a fair fit as it was less than 0.80. TLI = 0.934 and CFI = 0.941 were within the threshold of greater than 0.90 and 0.95 respectively. In sum, the results showed that the structural model of this study has achieved a reasonably good fit.
Reliability and Validity Test
According to Hair et al. (2013) , the acceptable internal reliability of Cronbach's alpha value is 0.70 and above. All the eight constructs in this study achieved a good internal reliability with Cronbach's alpha of greater than 0.90. As for the composite reliability (CR), all constructs in this study achieved a CR value of ≥ 0.90, which is above the required value of ≥ 0.70 (Hair et al., 2013) . Convergent validity of the data was assessed using the average variance extracted (AVE) value, which must be greater than 0.5 for each construct (Hair et al., 2013) . In this study, all of the constructs produced AVEs of above 0.50, indicating that all variables have achieved convergent validity. With regards to discriminant validity, the rule of thumb is that the AVE for each construct must be more than the maximum shared squared variance (MSV) and average shared squared variance (ASV) respectively (Hair et al., 2013) . All six constructs produced AVE values that are more than the MSV and ASV values; hence, discriminant validity of the data was achieved. Table 3 shows the reliability and validity of each construct. Table 4 presents the standardized regression weights of the SEM analysis. The results show that H1 (β= 0.187; p= 0.002), H2 (β= 0.130; p= 0.008), H3 (β= 0.203; p= 0.001), and H7 (β= 0.104; p= 0.046) were supported by the data. This study found that role overload, role ambiguity, role conflict (the three internal push factors) and working location (an external pull factor) were significant predictors of lecturers' turnover intention. 
Results
Discussion and Conclusion
The study was undertaken to examine the relationships between both internal push factors and external pull factors and lecturers' turnover intention. The research findings show that turnover intention is affected by internal role overload, role ambiguity, role conflict and external working location. As per previous research, role conflict was found to have a positive and significant relationship with lecturers' turnover intention (Ali Shah et al., 2010; Daly & Dee, 2006; Idris, 2010; Mowday et al., 1982; Netemeyer et al., 1990; Ngo et al., 2005; Rageb et al., 2013; Rizzo et al., 1970) .
More attention should be given to lecturers' well being given the strategic roles of universities in the education industry. Through the development of the institutes of higher education, the country aims to build a research, knowledge-based economy. In concordance with this, a lecturer's role has evolved to include not only teaching and academic administration but also research and development. Lecturers may experience conflict between the various roles that they need to take up at their workplace. Lecturers are teachers, researchers, administrators, advisors, consultants, trainers, supervisors, faculty representatives and managers. They should be given sufficient time, resources and emotional support to fulfill their respective roles to reduce role conflict. Strategies to reduce lecturers' role conflict include increased communication, granting some degree of autonomy, providing training in time management and avoiding clashing of faculty work deadlines (Olsen, 1992) .
In consistent with the findings of previous studies, role overload was also found to have a positive, significant relationship with lecturers' turnover intention (Abdul Aziz & Ramli, 2010; Idris, 2010; Malik et al., 2013; Rageb et al., 2013) . Lecturers' role demands may have increased with changes in technologies and policies, increased lecturers' workload, increase in student population and student diversity. Furthermore, job demands may have also increased due to the need to deal with a large number of students and excessive administrative work. Lecturers may feel compelled to stay back at work after normal working hours, or to bring home their work just to complete their workload in time. Some strategies to reduce lecturers' role overload include employing tutors to reduce the teaching workload, employing research assistants to assist lecturers in their research, engaging them less in paperwork and reducing the number of teaching hours. In addition, a relatively small student-to-lecturer ratio may indirectly reduce the workload of a lecturer when managing his/her classes (Bowen & Schuster, 1986 ). Finally, lecturers should also be consulted first if they agree to take on additional roles.
Similar to the studies of Ali Shah et al. (2010) , Idris (2010) , Ngo et al. (2005) and Rai (2015) , role ambiguity is another factor that contributes significantly to lecturers' turnover intention. Private universities are facing a complex environment in fulfilling the requirements of various stakeholders. This may have led to an increase in demand with respect to the roles assumed by the lecturers. Lecturers may face role ambiguity when there is a lack of clarity on how to juggle the different academic activities of teaching, administration and research (Idris, 2011) . As such, lecturers may be uncertain about the key requirements of their job position and how they are expected to perform their job roles. Lecturers may not be receiving the necessary feedback from their respective faculties on the performance of each of their roles. Hence, university management must make it clear to the lecturers with regards to the demands required by their respective roles. Policy makers, the education ministry, and university management should work on a common framework that clearly defines the roles, duties, responsibilities and rights of a lecturer. They can also provide specific job descriptions and procedures with expected outcomes and evaluation criteria.
Furthermore, Idris (2011) proposed that role ambiguity can be reduced through (1) job briefing--whereby lecturers are briefed about their roles and responsibilities so that they are well informed of the job demands; (2) training--for career growth and development; (3) skill variety--allow opportunity for lecturers to learn the necessary skills in performing different roles; (4) task identity--allow lecturers to successfully complete their tasks from the beginning to the end, (5) job autonomy--allow lecturers to have the freedom to make job-related decisions; and (6) constructive feedback--to improve teaching style and quality of research among the lecturers.
Lastly, only one external pull factor, namely working location, found to be a significant predictor of lecturers' turnover intention. Studies found to have a similar finding include Holland and Arrington (1987) , Mahony et al. (2006) , and Yan et al. (2015) . The urbanization of the capital city and its surrounding areas has increased the traffic congestion abruptly and the time commuting to the workplace. As such, universities could look into improving transportation and traffic congestion at their respective locations, plus improving the parking facilities by working closely with respective local town and municipal councils. The construction of additional Mass Rapid Transit (MRT) lines may be able to reduce the time needed to commute between the place of stay and work. An MRT station located at the vicinity of the university may make the university more attractive to lecturers. Housing facilities may also be provided by the university to reduce the time commuting from one place to the other.
This study does have several limitations. Firstly, only lecturers from the business faculty of private universities were included in the study. Secondly, the study did not include personal factors in examining lecturers' turnover intention. Nevertheless, this study has highlighted the dynamic effects of both internal push factors and external pull factors on lecturers' turnover intention. Future studies should include a broader based population of lecturers from the public and foreign universities to allow for a comparative study. The examination of the lecturers from other faculties may be warranted as they may have different needs and expectations. Future research examining lecturers' turnover intention may include personal factors (e.g., family background) and other internal push factors (e.g., working and student relationships) and external pull factors (e.g., career advancement opportunity available in other organizations). Also, it would be interesting to see whether there is a changing effect over time by conducting a longitudinal study-to determine whether there is an increased importance of external factors in explaining employee turnover.
In conclusion, the findings of this study have contributed to the existing literature on the understanding of both push and pull factors in relation to academic staff's turnover intention (Daly & Dee, 2006; Matier, 1990; Xu, 2008; Yan et al., 2015; Zhou & Volkwein, 2004) . Internal role stressors seem to play a much more significant role than external pull factors on lecturers' turnover intention. In order to retain caliber academic staff, improvement should be made on the job aspects to attract and retain academic staff. The results from this study carry an important message to various parties-the policy makers, the government, the association of institutes of higher education, the recruitment bodies, the university governance and educators--that policies and practices have to be installed and implemented in a synchronized way to reduce lecturer turnover. Lecturers are the intellectual resources of the university and they serve as a strategic weapon in this increasingly competitive and globalised economy.
